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Abstract
This paper tries to unveil the mysteries of the “black hole” in recruiting systems. A literature review discovered elements 
contributing to the “black hole” in recruiting systems, for instance, compulsory form filling processes, delusional job 
specifications, resumes mysteriously disappearing into a vault, and the Missing in Action recruiter etc. A framework was formed 
to describe the rationale for the tedious form filling requirement, unrealistic essential qualifications, lack of human involvement, 
the unread resumes, the available positions not advertised, and the silent treatment. Challenges faced by recruiters and obstacles 
faced by job seekers were considered. Action plans to reveal, remove, and renew the “black hole” in recruiting systems were put 
in place. Standard guidelines for all organizations to follow regardless of industry which adhere to a few conditions were also 
presented.
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1. Introduction
“Black hole” in recruiting systems appear when recruiters of available positions and job seekers are unaware of 
each other's existence when they use these systems to find each other, hoping to have a quality talent acquisition 
experience [1,6,8]. This demonstrated a serious mismatch between people/organizations looking to fill available 
positions and people looking to land on available positions. This may lead to wasted time and effort on both sides of 
the game. Thus, identifying ways to fill the “black hole” by suggesting how to connect recruiters and job seekers 
becomes necessary. This paper investigates the mysteries of the “black hole” in recruiting systems by connecting 
recruiters and job seekers like a jigsaw puzzle. The aim of this paper is to match recruiters and job seekers through 
identifying elements that contribute to the “black hole” in recruiting systems, develop action plans to remove the 
“black hole” by considering the issues faced by both recruiters and job seekers, and recommend standard guidelines 
for all organizations to follow regardless of industry. A framework to explain the rationale for the “black hole” in 
recruiting systems was formed and described. The action plans proposed in this presentation will make the recruiting 
process more efficient and effective. The standard guidelines for all organizations to follow regardless of industry 
will simplify the lengthy and bottomless recruitment process.   
2. Literature review
A literature review on the experience reported from both job seekers and recruiters was conducted to reveal the 
problems they experienced in the hiring/job searching process. Articles published after 2010 regarding the hiring/job 
seeking experience and lessons learned were collected. This literature review identified many elements regarding the 
problems and potential solutions, such as compulsory form filling processes [4,9,11], keyword-matching algorithms 
[4,8,9,11], untracked resume abandonment rates [9], gotta weed out the bad ones’ mindset [4,8,9,11], costly talent-
repelling applicant tracking systems [4,8,9,11], systems embedded with HR processes to substitute human 
intervention [4,8,9,11], installed infrastructure [4,8,11], high percentage of unadvertised open positions (about 70% 
to 80%) [2], delusional job specifications [4,8,9,11], a series of time-consuming screens, detailed information about 
applicants [4,8,11,13], resumes mysteriously disappearing into a vault [8,18], the application pit, the Missing In 
Action recruiter, and the indifferent interview [5].
2.1. Elements contributing to the “black hole” in recruiting systems
The recruiter and job seeker work in the internet area. When using a recruiting system, job seekers input data, 
which may contain personal data, into servers to apply or search for a job, while the recruiters input data regarding 
company and job requirements to attract applicants in order to find the right talent. The way Internet generation job 
seekers process changed compared to their peers from non-internet generation, for example, undergraduate students' 
job hunting process have averaged 4 times more than the non-internet generation. Some students may apply for 
positions in more than 40 companies during one job search. For the job seekers, websites have powerful interfaces 
for job seeking activities and keep communication channels open. As recruiters, websites have big information-
gathering capability. However, when the job seekers are trying to apply for each job, they will normally be required 
to fill out lengthy application forms that may include personal data [4,9,11]. Moreover, these application files 
normally consist multiple pages/screens making it very time consuming to complete and review [4,8,11,13]. 
Considering the amount of applications that a recruiter may receive from the system for a given position, it is 
unlikely that he will be able to review all the applications in a timely manner. When the recruiters are pressed for 
time to make a decision, it is likely that they will not review all the applications, leading to the fact that many 
applications are abandoned without being reviewed/tracked [9]. Therefore, most recruiting systems use "keyword 
matching" algorithms to filter the eligible candidate to save recruiters' time for review process. In addition, job 
seekers also use keywords to help them be focused on specific positions. 
Unfortunately, the keyword matching algorithm does not always work well as intended [4,8,9,11]. For example, 
people may have different interpretations or even the opposite meaning of the same keyword. Alternatively, there 
can be multiple keywords sharing the same meaning. It is essential for the users to pick the right keyword when 
asking the system to help identify the right position/talent. Unfortunately, there is no direct communication provided 
3472   Linda Lim et al. /  Procedia Manufacturing  3 ( 2015 )  3470 – 3477 
in the system to allow both the recruiters and the job seekers to exchange their understanding of the keywords being 
used and to reach an agreement. When the users try to find as much relevant information as possible, they often use 
multiple keywords to do the search. In this case, a system's seeking function has to carry out a complex process 
which may end up with wrong results for each use sometimes. In this case, we may want to put keywords into 
groups based on their semantic meaning when multiple keywords share similar meanings; and may need to consider 
the context when there is a possibility of different interpretations or even the  opposite meaning for a single 
keyword. Moreover, to help alleviate the problem of misunderstanding, some recruiting systems provide chatting 
features to make it possible to help both sides understand each other. However, due to the large number of job 
seekers, a recruiter may not be able to talk to all job seekers. Most recruiters search clear keywords when recruiters 
want the special technical worker. However, high level specification keywords make it difficult to pick up target job 
seekers. The match between career and experience is important. If the search system is able to catch those detailed 
human resource information, some searching techniques of recruiters would not be necessary. To make it easier for 
the recruiters, some systems substituted the intervention of the human being [4,8,9,11] with the automatic process of 
filtering candidates and sending canned messages to the applicants. The systems are normally built based on the 
assumption that the key to recruiting is to dismiss unsuitable candidates [11] while not considering the actual need 
for attracting right talent. There is also a high rate (70-80%) of the open positions that never gets advertised [2]. 
Human has some delusional images. Job seekers and recruiters also have delusional images of the job 
specifications. It is common that a job specification is written in a way that a delusional image of the position is 
created [4,8,9,11]. If the information is constructed in a hierarchical manner containing multiple levels of 
subdivisions, users may be required to click through the hierarchy to reach the target information. Even if there are 
only two choices for each level, there can be 1024 or 210 combinations. Potential candidates may abandon their 
effort to apply for the position because of these requirements even if they are the right person for the job. 
Fig.1. The "Black Hole" in Recruiting Systems Framework.
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If the system has so many flaws, why do the organization stay with them? Many researchers provided their 
observation to this problem [4,8,10] by pointing out that the costs associated with the software hindered the progress 
of updating or even moving on to the new system.
2.2. Framework to explain the rationale for the “black hole” in recruiting systems
A framework was developed to explain the rationale for the tedious form filling requirement, unrealistic essential 
qualifications, lack of human involvement, the unread resumes, the available positions not advertised, and the silent 
treatment (Fig. 1.). 
3. Issues faced by recruiters and job seekers
Based on a literature survey, the authors addressed issues faced by recruiters and job seekers. The issues faced by 
recruiters differ vastly from those faced by job seekers.
3.1. Challenges faced by recruiters
Recruiters face a number of challenges for recruitment that includes, firstly, the limited time to make a quick hire 
[12,15,16]. Due to the recession, a company needs talented professionals that led them to conduct multiple rounds of 
interviews; while many companies are growing fast that demand to fill many positions within a short time, thus 
recruiters get a limited time for application review. Secondly, lack of enough resources for finding qualified 
candidates [12,15]. For example, recruiters get limited budget that is not enough to advertise the job openings in the 
hottest recruitment spots, therefore they only depend on the free job boards. Thirdly, recruiters face difficulty in 
finding the right talent candidates [4,8,12,15] for certain positions. Fourthly, the performance of the technology 
[11,15,16] is also a challenge for recruiters. Technologies like applicant tracking systems and recruitment marketing 
platforms are impacting recruiters mostly to attract or find new candidates but recruiters still face the challenge in 
finding better tools with less cost. Fifthly, another major challenge for recruiters is the candidates experience, that is, 
the unmatched experience level with the expectation and the cost of improving (newly appointed) candidates 
experience [16]. Sixthly, recruiters lack the knowledge to understand and use analytics effectively [12,15,16]. It is 
especially tricky for making sense based on data acquired through HR information systems, thus analytics remains a 
large challenge for recruiters. Seventhly, find candidates who fit with the company culture [12]; since new 
candidates need to be able to integrate into a team and work well in the company environment [12]. Finally, the 
strategic recruiting challenges [15] include, for example, the increased volume of open positions that overload the 
recruitment system, faster move of business world, etc.
3.2. Obstacles faced by job seekers
Job seekers also face a number obstacles that includes, firstly, filling multiple screens to provide too much 
applicant details and carefully uploading minted resumes or cover letters [4,11]. Secondly, matching themselves up 
to the “perfect” job candidate requirements [4,8,9,11]. Someone who can use software X and Y, but reject candidates 
who are well-versed in A and B, although these software are developed for similar functionalities and could easily be 
learnt with a short training expending less amount of money. But still companies are sometimes very strict to search 
persons familiar with the former software. Thirdly, resumes disappearing into the Twilight Zone of recruiting 
systems [4,8,11] and never to be contacted by the recruiter. Fourthly, lack of feedback by human recruiters 
[4,9,11,16], most of the time auto-generated emails are sent to job seekers. Fifthly, many recruiting systems reject 
the right talent in the process of ticking off requirement lists [4,8,9,11]. Finally, most of the available positions are 
filled internally, and are not advertised properly [2].
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4. Action plans to remove the “black hole” in recruiting systems
Based on the issues faced by recruiters and job seekers, a three phase action plan to remove the "black hole" in 
recruiting systems has been defined as the 3Rs -- Reveal, Remove, and Renew. Hence, Reveal problem areas; 
Remove problem areas; and Renew existing workflow. The following subsections discuss each phase in more
detail.Table 1 below summarizes the issues in the different problem areas and potential ways to eliminate them.
Table 1. Summary of issues, problem areas, and potential solutions.
Category User Role Issue Faced Potential Solutions
Logistic Issue Recruiter Time limitation Set more realistic expectation
Resource limitation
Talent Pool Development Difficulty to find right talent Build talent pool strategically, e.g. create social media 
strategy to build community to attract and maintain 
talents [1,3].
Technology Issue/System 
Usability
Performance of the tools Collect feedback from the user to redesign the tool
Skill Set Issue Lack of knowledge Train the recruiter 
Candidate's culture fit
Strategic Planning Issue Strategic Challenge Find the balance between the expectation and the cost; 
utilize the tools more effectivelyUnmatched experience level 
vs. hiring cost
Technology Issue/System 
Usability
Job Seeker Detailed form filling process System perspective: only require key information to 
make the application process easier
Interaction/Feedback Disappearing resume Engage the job seekers [6]
Lack of feedback from human 
recruiters
Technology 
Issue/Recruiter's 
Performance
Right talent rejected Better definition of the criteria
Matching requirements
Strategic Planning/Talent 
Pool Development
Internal hiring Set up strategy
4.1. ‘Reveal' problem areas
In order to find the right approaches to remove the "black hole", the associated problem areas must be "revealed" 
first. As discussed in the previous section, job seekers and recruiters are facing different issues while utilizing the 
recruiting system [1,3,6,7,10,14,17,19,20]. Therefore, the problem areas need to be clearly defined based on the 
issues identified. In order to address all the problem areas, the issues need to be investigated from recruiters', job 
seekers', as well as system's perspective. 
4.2. 'Remove' problem areas
After the identification of the problem areas, it is time to find ways to remove them [1,3,6,7,10,14,17,19,20]. For 
example, if the problem experienced include the difficulty of finding the right talent, a strategy to develop a talent 
pool is necessary. ADP [1] suggested to carefully consider and brand messaging so that they are aligned to the 
desired talent. With the current technology development, consider ways to reach out to more social and mobile-
enabled job seekers by developing a social media strategy to create a community so that a right talent pool will be 
created, and maintained.  
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4.3. 'Renew' existing workflow
Once the strategies for removing the problem areas are identified, the right approaches can be carried out to 
renew the existing workflow by making changes [1,3,6,7,10,14,17,19,20]. A detailed implementation plan will need 
to be followed at this stage. The performance of the recommended changes applied will need to be closely 
monitored. 
5. Standard guidelines for all organizations
The lengthy and bottomless recruitment process is simplified by standard guidelines from the initial submission 
of a job application to the job application outcome through an online recruiting system, managed by recruiters/hiring 
managers assigned to each stage of the recruitment process. The authors recommend a set of guidelines for all 
organizations to follow regardless of industry. All available job roles must be advertised. The time frame from a job 
application deadline to a job application outcome is one month. All job applicants must be given feedback at each 
stage of the job application process by the designated recruiter or hiring manager. The recruiters and hiring managers 
will be rewarded with incentives for seeing a job application through to completion in a timely, interactive, and 
efficient manner. A system that incorporates the set of guidelines is envisaged to be developed at a later stage. The 
guidelines are listed as follow. 
a) Practical and concise job candidate requirements (maximum of five bulleted points) for each job role are to be 
written and updated in the system by hiring managers.
b) Pre-interview questions (three bulleted points maximum) to find a suitable candidate for a job role, the 
organization, and the cultural fit to the organization, are to be prepared and updated in the system by hiring 
managers.
c) Job application deadlines (one bulleted point minimum) are to be stipulated and updated in the system by hiring 
managers.
d) Job application instructions, including resume/CV request and one week application review timeline (four 
bulleted points maximum) are to be stipulated and updated in the system by recruiters.
e) Job description, pre-interview questions, job application instructions, job application deadline, name, designation, 
and email contact of hiring manager (three bulleted points minimum) and recruiter (three bulleted points 
minimum) for each available position are to be clearly indicated on the job advertisement by recruiters. 
f) Job advertisements are to be posted and updated in the system by recruiters. 
g) Based on the resume/CV and pre-interview answers submitted by job applicants via email of hiring managers, 
hiring managers are to review the applications within a week after the application deadline for each job role and 
update the system which will alert recruiters for each job role to email the applicants selected (or not) for 
interviews with the necessary information.
h) Recruiters are to update the system after contacting selected applicants to alert hiring managers to start the 
interview process.
i) First interviews are to be conducted by hiring managers within the following week after selected applicants have 
been informed by recruiters.
j) Hiring managers are to inform those applicants who are selected (or not) again for second interviews at the end of 
first interviews and update the system.  
k) Second interviews are to be conducted by hiring managers/relevant personnel within the subsequent week after 
first interviews and hiring managers/relevant personnel are to inform applicants about the final job application 
outcome at the end of second interviews.
l) Offer letters are to be sent to successful applicants (one copy by email and one copy by mail) within the week 
after second interviews and recruiters are to make the necessary employment arrangements, including the 
legalities required to be followed where the job role is located. 
m)Job roles are to be closed by recruiters.
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6. Conclusion
This paper examined unveiling the mysteries of the “black hole” in recruiting systems by connecting recruiters 
and job seekers like a jigsaw puzzle, developing action plans to remove the “black hole” by considering the issues 
faced by recruiters and job seekers, and recommending standard guidelines for all organizations to follow regardless 
of industry. The “black hole” in recruiting systems framework comprises six aspects. The tedious form filling 
requirement encompasses compulsory form filling processes [4,9,11], a series of time-consuming screens, and 
detailed information about applicants [4,8,11,13]. Unrealistic essential qualifications include keyword-matching 
algorithms [4,8,9,11], gotta weed out the bad ones’ mindset [4,8,9,11], and delusional job specifications [4,8,9,11]. 
The lack of human involvement is contributed by various kinds of costly talent-repelling applicant tracking systems 
[4,8,9,11], systems embedded with HR processes to substitute human intervention [4,8,9,11], and installed 
infrastructure [4,8,11]. The unread resumes occur as a result of untracked resume abandonment rates [9], resumes 
mysteriously disappearinginto a vault [8,18], and the application pit [5]. The available positions not advertised are 
due to high percentage of unadvertised open positions (about 70% to 80%) [2]. The silent treatment involves the 
“Missing In Action” recruiter and the indifferent interview [5]. However, due to time and resource constraints, the 
framework will be validated by conducting a survey on existing recruiting systems in organizations, and a system 
that incorporates the set of guidelines will be developed at a later stage.
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